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SAN JOAQUIN COUNTY TEACHERS' PERCEPTIONS 
OF-COLLECTIVEBARGAINING 
Abstract of Dissertation 
purpose of the Study: The purpose of this study was to determine the perceptions 
teachers in California's San Joaquin County have regarding collective bargaining. 
The problem: To determine to what extent teachers perceive that collective 
bargaining has had an affect upon wages, working conditions, communications, 
and morale. Furthermore, to determine to what extent teachers support statewide 
collective bargaining. In addition, to determine if teachers' perceptions of 
collective bargaining vary based on number of years taught, gender, grade level 
taught, and current level of association involvement. 
Methodology: The research was descriptive in nature and employed a survey 
questionnaire which consisted of 34 items related to collective bargaining. The 
questionnaire was sent to a stratified random sample of 200 panicipants. 150 
surveys were completed and returned. Frequency distributions and percentages 
of response were determined for all survey items. Chi-Square was used to 
determine if demographic factors affect responses. The level of significance was 
set at the ·.01 level. 
Ejndjnqs: In analyzing the level of agreement and disagreement for each of the 
thirty-four items on the questionnaire the consensus of teachers agreed with 
eighteen (1 B) of the items. There was no consensus of opinion on five (5) items. 
Furthermore, teachers disagreed with five (5) of the items. Teachers were 
evenly divided between their agreement and disagreement on five (5) items. On 
one (1) item teachers were evenly split between disagreement and uncertainty. 
"Current Level of Association Involvement", was the only demographic factor 
which influenced a teacher's perception of colle_ctive bargaining. The 
demographic factors of "Gender","Experience", and "Grade Level Taught" 
produced no significant variance in responses. 
Becommendatjons:1) It is recommended that follow-up research be conducted to 
determine why teachers responded to certain items. Specifically, why do active 
association members believe that collective bargaining has improved instruction and 
working environment? 2) Additional research is recommended to compare the 
perceptions of teachers in different counties, states, and regions of the United States 
toward collective bargaining. 3) Additional research is recommended to compare the 
perceptions of teachers, administrators and state level union officials toward collective 
bargaining. 4) Teacher associations should develop strategies to educate teachers, 
specifically, new teachers, about the benefits of association involvement and should seek 
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Thomas Peugh, a teacher near Cincinnati, requested one release day per month to 
move into his new home. He refused to report to work until his request was granted. 
This may have been the first teacher strike in the United States, the year 1802 (Donley, 
1976). There were other isolated incidents of teacher discontent in the 1700s and 
1800s, but for the most part teachers were " ... quiescent, modest and meek" (Donley, 
1976, p. 112). These terms are certainly not an accurate description of today's 
Jeaqhers. 
As teachers became further removed from the decision-making process and more 
conflicts developed between teachers and school boards, teacher unions effectively 
lobbied legislators and states began to look for alternatives that would help prevent 
disputes such as Peugh's (Kennnedy, 1984). The alternative that many states began to 
implement was collective bargaining. Collective bargaining is one of the most influential 
developments impinging upon teacher/labor relations. Collective bargaining is the "part 
of the public employee unionism which has emerged as the most significant development 
in American labor relations" in the 1970s (Speck, 1983, p. 1). Bailey (1981) stated 
that " .. .few, issues in the field of American education have been more controversial in 
the past two decades than the rise of teachers' unions" (p. IX). The controversy over 
teachers organizing in order to collectively bargain exists within government, as well as 







In the late 19505 Wiliam Carr, then NEAexecutive secretary, stated that 
"Unions' tactics do not represent values that can be taught to American public school 
children" (Donley, 1976, p. 115). Even today many educators are still very concerned 
about the influences which collective bargaining has had on students. Doherty (1981) 
stated that "student achievement is down, costs are up and public dissatisfaction with 
education appears to be at an all-time high" (p. 63). He points out that many of these 
perceptions began to change in the mid-1960s, "about the same time teachers started to 
organize for collective bargaining purposes" (p. 63). However, McDonnell and Pascal's 
(1979) research found that "students probably experience the affect of bargaining only 
indirectly and occasionally directly" (p.88). 
Flygare (1977) believes that collective bargaining has caused many people to 
question their support for public education. "When the public sees teachers picketing 
school systems, lobbying legislatures, and endorsing candidates, seemingly just to 
increase the teachers' cut of the pie, it dampens public enthusiasm for a strong financial 
commitment to education" (p. 47). Settingaside the need for strong financial 
commitment, most authorities agree that collective bargaining has had some affect on 
students; however, the significance of its influence has not been determined (McDonnell 
& Pascal, 1979}. 
While teachers and their associations were struggling with their philosophical 
positions toward unionism and collective bargaining, the government had its own 
position about public employee unions. It has been felt that the government and its 
agencies should be "sovereign and hence immune from contravening forces" and 
pressures such as that of collective bargaining (Alexander, 1980, p. 636). Related to 
this concept is that public policy making could not be delegated to those other than elected 
or appointed public officials. Franklin D. Roosevelt summed it up best in 1937 when he 
stated, "The process of collective bargaining as usually understood cannot be 













The debate as to the role of teacher organizations continues. Donley (1976) 
states the following: 
From the first, educators were torn between their desire to 
promote and improve public education and their 
determination to better their own conditions. In view of their 
genteel respectability, they could not very well strive only 
for the latter. Thus teacher groups have been strained and· 
occasionally torn apart by conflicting needs to serve society 
and to serve self. (p. 113) 
Despite these concerns, by the 1960s teachers began to unionize. In California 
this culminated in 1975 with the passage of Senate Bill 160 (Rodda Act), which 
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provided public school employees with the right to collectively bargain. The purpose of 
California's collective bargaining law is to "promote the improvement of personnel 
management and employer-employee relations within the public school systems." Prior 
to the Rodda Act, school district employer-employee relations were governed by the 
Winton Act. The Winton Act required school districts to "meet and confer" with employee 
representatives (Educational Employment Relation Board [EERB], 1976, p. 1 ). 
J-lo\1\fever, agreements reached _as a result of these "meet and confer" sessions were not 
binding and school boards, at their sole discretion, could change those agreements. 
Clearly, the balance of power rested with the employer. The Rodda Act, on the other 
hand, provided employees with greater influence and strength through the collective 
bargaining process. 
Collective bargaining provides for a mutual obligation by the 
employer and the representative of the employees to 
... meet at reasonable times and confer in good faith with 
respect to wages, hours, and other terms and condition of 
employment, or the negotiation of an agreement, or any 
question arising thereunder, and the execution of a written 
contract incorporating any agreement reached if requested by 
either party, but such obligation does not compel either party 
to agree to a proposal or require the making of a 
concession ... Rodda Act (1975) 
J 











Given the range of controversy that has revolved around collective bargaining in 
the state of California, it is time to examine current views of this process. The purpose 
of this dissertation was to determine the perceptions of teachers in California's San 
Joaquin County of collective bargaining thirteen years after implementation of the Rodda 
Act. 
Pu mose of Stydy 
The purpose of this study was to determine the perceptions teachers in 
California's San Joaquin County have regarding collective bargaining. Specifically, the 
purpose of this study was: (1) determine to what extent teachers perceive that collective 
bargaining has had an effect upon wages, working conditions, communications, and 
morale, (2) determine to what extent teachers support the concept that collective 
bargaining be done at the state level, and (3) determine the extent to which teaching 
experience, gender, grade level taught, and current level of association involvement 
relate to expressed teacher perceptions of collective bargaining. 
Objectjves and Hypothesis 
Objectjye 1 
To determine to what extent teachers perceive that collective bargaining has had 
an effect upon the following: 
1.1 Wages 
1 . 2 Working Conditions 
1 .3 Communications 
1.4 Morale 
Objective 2 
To determine to what extent teachers support statewide collective bargaining for 
the following: 
2.1 All Negotiable Items 










Teachers' reported perceptions of collective bargaining and its perceived effects 
on wages, working conditions, communications, and morale are unrelated to: 
1. Years of teaching experience 
2. Gender 
3. Grade level taught 
4. Current level of association involvement 
Sjqni!icance of the Study 
California has had a collective bargaining law since 1975. Teachers were the 
primary lobbying effort supporting the implementation of this law (Kreidt, 1975). 
"By choosing collective bargaining as the means for expressing concerns, forming 
organizations, and gaining influence, American teachers have fundamentally changed 
education in this country" (Kerchner & Mitchell, 1981, p. 7). 
Through collective bargaining, the involvement of teachers in educational 
decisions has significantly increased. Smit {1984) stated that "the collective 
bargaining process grants the teachers' associations decision-making authority over 
existing management prerogatives" (p. 30). Furthermore, the Rodda Act requires 
school districts to negotiate in "good faith" with teachers on items which are within the 
scope of representation. The exclusive representative of certificated bargaining unit 
members also has the "right to consult on the definition of educational objectives, the 
determination of the content of courses and curriculum, and the selection of textbooks 
(Rodda Act, 1975)." 
This study will help legislators, school board members, administrators, 
teachers, and teacher unions better understand classroom teachers' views of collective 
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bargaining. By determining teachers' perceptions of collective bargaining, it is hoped 
union leaders and school administrators will gain a greater appreciation for teachers' 






















groups. If these adversarial ielationsllips can-be redoced, it will enable all parties 
involved in education to focus more attention on those served, students. Once teacher 
perceptions of collective bargaining have been determined it will be possible to identify 
specific teacher concerns. By identifying these concerns, union and district leaders will 
be better able to open lines of communication between themselves and teachers. It is this 
researcher's belief that fewer misunderstandings will allow all parties involved in 
education to focus more of their attention on students. 
pe!imilatjons 
This study was limited to: 
1. A random sample of K-12 classroom teachers in California's San Joaquin 
County. 
2. A survey of K-12 classroom teachers in California's San Joaquin County on 
their perceptions of collective bargaining based on selected demographic factors, which 
include teaching experience, gender, grade level taught, and current level of association 
involvement. 
Assumptions 
1. While the generalizability of the study may seem to be restricted to teachers 
in San Joaquin County, the sample population does include teachers from urban, 
suburban, and rural environments. 
2. A panel of experts has reviewed the survey instrument. This panel was 
comprised of two management and two union representatives who have had direct 
experience with collective bargaining. Each expert has determined that the survey is 
clear, concise, and sufficiently represents various aspects of collective bargaining. 
3. It was assumed that all respondents answered the survey questions honestly 
and frankly. However, it should be noted that the researcher is an Assistant 









Teachers: K-12 teachers in San Joaquin County currently employed by small, 
medium, or large public school districts. 
Collective Baraajnjng: "A term covering the negotiation, administration, and 
enforcement of written agreements between the employer and the employee organization, 
usually for a definite term, defining conditions of employment and procedures to be 
followed in settling disputes or handling issues that arise during the term of the 
agreement" (Mamchak & Mamchak, 1982). For the purposes of this study, collective 
bargaining and collective negotiation are used synonymously (Lieberman & 
Moskow,1966). 
Request for Recognjtjon: A request from an employee organization to be 
recognized by an employer as the exclusive representative of an appropriate unit of 
employees. This recognition may be given voluntarily by the employer or the 
Educational Employment Relations Board may grant recognition (EERB, 1976). 
Exclusjye Representative: The employee organization recognized or certified as 
the exclusive llegoliating representative of a certificated employee group-in a school · 
district (Rodda Act, 1975). 
Unfair Labor Practjce: A charge by either party that the other party has violated 
the collective bargaining law. If determined that the charge states a prima facie case an 
informal settlement conference is held. The parties may discuss the charge in confidence 
with an administrative law judge. No record is kept since the purpose of this conference 
is to obtain a voluntary agreement (EEBB, 1977). 
Agency Fee: The required payment of a service fee to the exclusive 
representative as a condition of continued employment (EEBB, 1976). 
Senate Bill 160, or the Rodda Act of 1975: California's collective bargaining law 
whose purpose is to promote the improvement of personnel management and employer-






recognizing the right of public school employees tojoin an organization of theirowh 
choice, to select one employee organization as the exclusive representative, and to give 
the employees a voice in the formulation of educational policy (Rodda Act, 1975). 
Employer-Employee Relatjons: A collectivized term for the communication, 
morale and diplomatic functions between employer and employees (Mamchak & 
Mamchak, 1982). 
Ca!ifornja Basjc Educatjonal Data System ICBEDSl: Is a statawide data base. 
Demographic information about teachers is provide by each school district annually. 
Summary 
This chapter has identified the purpose for this study, objectives, hypothesis, 
significance of the study, delimitations, assumptions, and definition of terms. The 
purpose of the following chapter is to cite the relevant research related to teachers' 
perceptions of collective bargaining. Chapter 2 provides a historical background of 
collective bargaining for public school teachers in the United States and California. In 
addition, the chapter identifies teacher perceptions of c_ollective bargaining based on 

















REVIEW OF LITERATURE 
lntroduc!jon 
The concept of professionalism as opposed to unionism 
dramatized the freedom and equality conflict. The issue is 
whether collective bargaining activities are inconsistent with 
professional conduct and thus unbecoming to a member of the 
community of scholars, or whether such activity is necessary 
in order to establish economic equality and protect jobs 
(Dressel, 1972, p. 1 00). 
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By unionizing for purposes of collective bargaining are teachers becoming less 
professional? This is one of the more common concerns of teachers. The term "union" 
conjures negative feelings in the minds of educators (Nielsen & Polishook, 1985). 
Shanker (1979) stated that, "teacher and other unions are seen as pursuing their self-
interest without regard to, or in opposition to, the public interest" (p.30). William 
Carr, former NEA executive secretary, stated that union tactics "do not represent values 
that can be taught to American public school children" (Donley, 1976, p. 115). During 
the same period of time other NEA leaders felt that by unionizing teachers would be 
associated with plumbers and brick layers. The 1976 Gallup Poll found people who 
thought unionization of teachers had "hurt" the quality of public education outnumbered 
those who thought it had "helped" by a five to three margin. In spite of such negative 
feelings toward unions and collective bargaining teacher unions have continued to grow 
and spread their influence. The purpose of this chapter is to trace the development of 


















The review of the literature is presented in four parts: 1) the historical 
background and evolution of collective bargaining for public school teachers, 2) public 
school collective bargaining in California, 3) teachers' perceptions of collective 
bargaining based on demographic factors, and 4) teachers' perceptions of specific 
collective bargaining issues. 
Hjstorfcal Background and Eyolutjon of Collec!jve 
Bargaining for Public School Teachers 
In 1794 the first teachers' association was established, the Society of Associated 
Teachers of New York City. It was not until the 1840s that many countywide and 
citywide teacher associations came into being. By 1861, 30 state teachers' associations 
were in existence (Donley, 1976). 
The debate as to the role of teacher associations began as soon as the first one was 
formed. The National Teachers' Association (which changed its name in 1870 to the 
National Education Association) was formed in 1857 strictly as a professional 
association (Urban, 1982). By 1910 this national association represenl!ld o]l!y 1.3% _ 
of the teachers in the country. State associations were somewhat stronger, but still 
represented only about 14% of the teachers employed in their states (Donley, 1976). 
The first "teacher union" was formed in San Antonio, Texas on September 29, 
1902. It was affiliated with the American Federation of Labor. It was not until teachers 
began to compare the gains made by private sector unions that membership in teacher 
associations began to grow. From 1940 to 1943, the buying power of teachers dropped 
significantly. At the same time factory workers buying power, not including overtime 
payments, increased and surpassed that of teachers. To further aggravate the situation, 
in 1939 the average teacher was earning 12% more than the average American worker. 
By 1951, however, their earnings were actually 4% less (Donley, 1976). 
In the late 1950s, even when it was obvious something would have to be done to 









opposed to unionizing. By the 19605 the diSparity between private and public sector 
employees became so great that teachers began to unionize. According to Elam (1981) 
the first major victory came in 1961. The United Federation of Teachers (UFT) was 
able to place a referendum before the teachers of New York City to determine if they 
desired collective bargaining. In the referendum, the vote was 26,983 for collective 
bargaining and 8,871 against. This victory brought a huge increase in UFT membership 
and forced the NEA to reconsider its position on collective bargaining. 
While teachers and their associations were struggling with their philosophical 
position toward unionism and collective bargaining, the federal government had its own 
position about public employee unions. Traditionally it was felt that the federal 
government and its agencies should be sovereign and " ... hence immune from contravening 
forces and pressures such as that of collective bargaining" (Alexander, 1980, p. 636). 
President Franklin Roosevelt in 1935 maintained that those who are elected and speak 
for the community which they serve cannot delegate their responsibility to the decision-
making process (Alexander, 1980). Through the midcjle of the 19th century public 
schools were managed solely by the elected school board. 
As school systems became larger and more complex, it became obvious that 
public school districts would need someone with the time and expertise to manage them 
on a daily basis; thus, the creation of the position of superintendent of schools (Kennedy, 
1984). History indicates that the first superintendent was appointed in 1837 by the 
Buffalo, New York, City School District. By the late 1800s, even public school districts 
in small towns had superintendents (Kennedy, 1984). Argyle (1980) felt that as 
public school districts became larger and more complex it became necessary to develop 
middle management positions, such as principals. The end result of these changes was 
that teachers became further removed from involvement in district decision-making. 
By the early 1960s, teachers began to feel the need to have significant input into 













bargaining throughout the United States " ... has one real purpose -- rnore teacher . 
influence on the decisions that directly affect them" (Nichols, 1981, p.18). Before 
collective bargaining, teachers felt they did not have a way to influence the decision-
making process {Adams, 1970). Therefore, the literature indicates that collective 
bargaining has been the method by which teachers can feel they have more influence 
within their district. 
1 2 
The National Labor Relations Act of 1935 gave private sector employees the right 
to organize and bargain collectively. Prior to 1935, labor unions were quite weak and 
had virtually no control over mandates issued by employers. The courts generally 
supported employer attempts to restrict the influence of unions (Alexander, 1980). 
However, with the passage of the National Labor Relations Act, private sector labor 
union influence began to spread. "By 1960, approximately 30 percent of all non-
agricultural private sector employees were represented by unions" (Alexander, 1980, 
p. 636). During this same period in the public sector, however, there was practically 
no unionization (Alexander, 1980) .. However, while certain philosophical ideals held by 
both teachers and governmental representatives slowed the unionization of teacher 
associations, private sector labor unions ultimately paved the way for the eventual 
unionization of teachers. 
Prior to the 1960s private sector unions were too occupied trying to increase 
their own influence to worry about public sector employees. Equally important were the 
previously stated perceptions which teachers held about unions. By 1960 private sector 
unions were strong enough to extend their influence into the public sector. Their 
primary argument to allow public sector employees to unionize, was the fact that the 
government had established and protected the right for private sector employees to 
bargain collectively, but had failed to provide the same right and protections to their 
own employees {Alexander, 1980). This argument was sufficiently strong in 1962, that 









rights private employees had received almost 30 years earlier. Thus the government's 
position on collective bargaining for public employees had significantly changed. 
While teacher salaries had always been relatively low, teachers were hit 
particularly hard by the rapid rise in inflation which followed World War II. These 
economic problems experienced by teachers, coupled with significantly less influence on 
decision-making, provided motivation to unionize. During this same period, teachers 
saw significant gains being made by private sector employees who were given the right 
to bargain collectively in 1935. The federal government's previous position that 
collective bargaining rights to public employees would be detrimental to its function 
began to diminish. In fact, the federal government's position was changed by President 
Kennedy's 1962 executive order. By the late 1950s and early 1960s many of the social 
and political factors which had caused teachers not to organize no longer existed. "Change 
increasingly became endemic in American society as more and more groups, including 
public employees, found it commonplace to challenge the established order" (Alexander, 
1980, p. 637). Although it is difficult to determine the actual impact of the various 
factors previously stated (e.g., decision-making authority, economics, private sector 
unions, etc.), it is clear that each made some contribution to teacher acceptance of 
collective bargaining and unionism. 
Publjc School Collectjye Baroajning 
jn Caljfornja 
On September 22, 1975 Edmund G. Brown Jr., California's Governor, signed into 
law S.B. 160 (the .Rodda Act) mandating collective bargaining. The signing of this law 
culminated over fifteen years of legislative effort to provide public employees with the 
right to collectively organize (Public Employment Relations Board [PERB], 1986). 
The George Brown Act (1960) required the state to "meet and confer" with 
employee association to discuss salary. However, the legislature and the governor would 























1986). Since I hEr majority of funds received by school districts at the time were from 
local sources, this statute had a limited effect on school employees. The Brown Act did, 
however, lay the foundation for future collective bargaining legislation. 
The Winton Act {1965) was the first statute to directly establish a process for 
California employer-employee relations. The Winton Act required public employers to 
"meet and confer" with employee representatives about specific issues affecting them. 
Under the Winton Act any agreements reached "could not be incorporated in a written 
contract" (EERB, 1976, p. 1 ). In addition, agreements were not binding, and the local 
school board could change any agreement unilaterally. 
Over the next ten years, no less than five different legislative bills were brought 
forward with the intent of establishing a collective bargaining law. Some of these bills 
never made it out of committee; while .others got as far as the Governor's desk only to be 
vetoed. It was not until the Rodda Act {1975), that California public school teachers 
finally had a collective bargaining law (EERB, 1976). 
By the end of the 1976 calendar year, the first year of the Rodda Act, the 
Educational Employment Relations Board (EERB) received 1740 requests for 
recognition from employee associations (EERB, 1976). By 1977 the number of 
requests had dropped to 327; with over 350,000 or 78% of California's public school 
employees choosing to organize for the purpose of collective bargaining (EERB, 1977). 
Since 1980 the EERB has averaged only about 50 requests per year for recognition. 
While the number of requests for recognition during the early years of the Act clearly 
show public school employees desired to organize for collective bargaining, the. decrease 
in the number of requests is indicative of the fact that the total possible number of 
requests is finite. 
An unfair labor practice charge is an allegation that one party is negotiating in 
bad faith or violating the collective bargaining law. Therefore, a more valid measure of 





















practice charges filed. The number of unfair labor practice charges has significantly 
decreased since the beginning of collective bargaining. 
1 5 
During 1978, 564 unfair practice charges were filed; of these approximately 
60% were settled informally (PERB, 1978). In 1979 more than 960 charges were 
filed and approximately 80% were settled at the informal level (PERB,1979). As more 
sophisticated bargaining relationships developed between employers and employees the 
number of unfair charges dropped dramatically and a larger percentage were settled 
informally. In fact during the 1985/86 fiscal year only 360 charges were filed with 
87% being settled informally (PERB, 1986). 
Teachers• Perceptjons Of Co!!ectjye Bargajnjng 
Based on pemographjc Factors 
Specific studies which attempted to identify public school teachers' perceptions 
of collective bargaining are limited. The focus has been primarily on college and 
university faculty members. Many of the studies conducted regarding K-12 public 
school teachers have been done in states where-collective bargaining was being 
considered by state legislatures, and not in states which have had a significant bargaining 
history. While some research has been done with the goal of determining teacher 
perceptions of collective bargaining in general, or with regard to specific issues; other 
studies have been done with the hope of identifying specific groups of teachers which may 
be more favorable toward collective bargaining. Up to this time the results of these 
studies have been inconclusive. A summary of these results follows. 
Nichols (1981) conducting a survey of teachers in north Texas found that males 
tended to be more favorable toward collective bargaining than females. Teachers with 
less than five years experience were more supportive of collective bargaining than those 
with more than five years experience. Nichols also found that secondary teachers were 























Rooks (1980) surveyed 884 teachers in Georgia. The- results indicated that 
female teachers, who are union members, under age 30, working in large school 
districts, have more favorable perceptions of collective bargaining than other teachers. 
Rooks also found that teachers had the most favorable perceptions of collective 
bargaining followed in descending order by principals, legislators, board members and 
finally, superintendents. 
Rooks' finding that females are more favorable toward collective bargaining than 
males is contradictory to most other studies. Other studies have either shown no 
difference (Osburn, 1975; Ball, 1972; and Fisher, 1976) or males as being more 
favorable toward collective bargaining (Nichols, 1981; and Carlton & Johnson, 1979). 
The age of a teacher has been another demographic factor which has been 
frequently studied to determine its effect on the perceptions of collective bargaining. In 
a study of perceptions of collective bargaining, Mikrut (1976) randomly selected 400 
Missouri teachers. Mikrut's conclusions determined that teachers between twenty and 
- thirty years of age had a more_ fa11orable per_ception of colle!Ctive bl!rgaining than 
teachers over age fifty. Sternberg {1976) in surveying 120 Virginia teachers 
concluded that teachers forty years of age or older had less favorable perceptions about 
collective bargaining than teachers under forty. Sternberg also discovered that the 
variables of age and years of teaching experience can be interchanged. Several other 
studies support Mikrut's and Sternberg's conclusions, with regard to age. These studies 
include Rooks (1980), Nichols (1981 ), Osburn (1975), and Brelsford (1975). 
Teachers and Specjfjc Collectjve Bargajpjng Issues 
Many studies done in various parts of the country have suggested that teachers 
are generally supportive of collective bargaining. Stutz (1980) surveyed teachers in 
Texas and found that 70% supported collective bargaining. Gilson and Ramos (1982) 
found that a large majority of teachers in Hawaii felt that unions for public school 










Education (1978) found that 97% of the 504 teachers surveyed favored collective . 
bargaining. Walker (1985) found similar results when surveying 322 teachers in 
Virginia. 
While collective bargaining is generally accepted, there are still many issues 
1 7 
related to collective bargaining which raise teacher concerns. Two of the more notable 
concerns are 1) should teachers be required to join a teachers' union or pay a 
representation fee of a like amount, and 2) should teachers in public school be allowed to 
strike. 
Albert Shanker (1975) believes that a mature collective bargaining relationship 
will improve education and resolve many of the more common labor-management 
conflicts. In order to obtain this the union must exert significant political influence to 
win legislative and judical relief. Obviously for unions to have this influence they must 
have the membership and financial resources which accompany that membership. In 
Riley's (1975) opinion the concept of an exclusive representative is repressive and 
deprives teachers of their civil rights. Furthermore, he believes that agency fee runs 
counter to the principles of academic freedom and will degrade the teaching profession. 
Elam and Gough (1980) randomly selected 400 Phi Delta Kappa members and found that 
64% did not believe that a teacher should be required to join a union, 33% favored the 
requirement. 
However, studies have shown that teachers generally favor agency fee. Gilson and 
Ramos (1982) found that 54% of their respondents favored agency fee. Stewart 
(1980) found that 78% of the 162 teachers he surveyed supported agency fee. The 
Pennsylvania Department of Education (1978) found similar results with 72% of the 
teachers surveyed in support of agency fee. 
The issue of teacher strikes is politically even more sensitive than agency fee. 
Lieberman (1977) states that politics are what separate public sector bargaining from 






six months ago may demonstrate. surprising flexibility as -election day draws near" (p. 
35). What board member wants to run for election during a teacher strike? The 
primary issue with regard to collective bargaining activities, particularly strikes, is 
whether these activities are "inconsistent with professional conduct and thus 
1 8 
unbecoming to a member of the educational community, or whether such activities are 
necessary in order to establish economic equality and protect jobs" (Dressel,1972, p. 
29). This conflict between professionalism and collective bargaining is no more 
exaggerated than with the question of a strike (Dressel, 1972). Studies by Fris 
(1979). Elam (1979), and Brelsford (1975) indicated that, generally, teachers are 
not in favor of strikes. However, 58% of the respondents in Gilson and Ramos' (1982) 
study maintained that public employees should have the right to strike. In Pennsylvania · 
(1978) only 18% of the teachers favored the elimination of the right of teachers to 
strike. Elam and Gough (1980) found that 61 o/o of the teachers they surveyed favored 
teacher strikes; only 33% were opposed. 
13ey_ond teacher perceptionsabout agency fees and the right to strike, studies have 
also been conducted to determine teacher perceptions of the impact of collective 
bargaining on other negotiable items. The items most frequently studied have been 
salaries, working conditions and job security. Ebert and Stone (1984) found that the 
quality of education is not affected by collective bargaining, however, the cost of 
education in similar districts is higher in those which have collective bargaining as 
opposed to those which do not have collective bargaining. Morgan and Kearney (1977) 
strongly believe that collective bargaining has resulted in higher teacher salaries. In 
this study they compared forty-six union and forty-six non-union districts. They 
determined that collective bargaining has had a significant effect on raising teacher 
salaries. Jessup (1979) sampled 207 teachers from three small public school districts 
in southern New York. She found that 70% felt that collective bargaining had improved 
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was more secure; however, 50% indicatedthat class sizes had increased since collective 
bargaining. 
Giandomenico (1973) believes that the scope of negotiations should be expanded. 
He feels that limiting negotiations to working conditions, wages, and benefits may 
restrict teacher job satisfaction. He believes that collective bargaining has the potential 
to promote professional growth and development of teachers. 
Summary 
The purpose of this chapter is to present a historical background of collective 
bargaining and to identify the literature and research related to teachers' perceptions of 
collective bargaining. Collective bargaining has become a major force in the educational 
community because of a perceived need, by teachers, to have more influence in the 
decision-making process. This factor, coupled with the continuing decline of teachers' 
buying power since World War II, has contributed significantly to the growth of 
collective bargaining for teachers. Furthermore, the influence of private sector labor 
unions and the increased willingness to question the established order have also 
contributed to teachers' willingness to collectively organize. 
This review of the literature has also indicated that there is certain demographic 
information which may cause some teachers to be more supportive of collective 











The purpose of this study was to determine the perceptions of teachers in 
California's San Joaquin County concerning collective bargaining. In order to achieve 
this purpose an analysis of teacher responses to a questionnaire developed by the · 
20 
researcher was required. An analysis of the responses to the questions was conducted to 
determine teachers' perception of the effect of collective bargaining on various 
employer-employee issues. Furthermore, these data were analyzed to determine if 
there are significant differences in teachers' perceptions of collective bargaining based 
on years of teaching experience, gender, grade level taught, and current level of 
association involvement. 
The purpose of this chapter is to delineate the research procedures used to 
determine teachers' perceptions of collective bargaining. This includes the identification 
of the target population, criteria for selection of sample participants, description of the 
research instrument, and the collection and analysis of these data. 
Within the first year of the Rodda Act's enactment the California Teachers' 
Association became the exclusive representative tor all school districts within San 
Joaquin County, with the exception of Jefferson Elementary School District, Holt Union 
.Elementary School District and Banta Elementary School District. These three districts 














Elementary S~hool andHolt Union Elementary School selectedthe Caiilornia Teachers' 
Association as their exclusive representative in 1981 and 1984, respectively. 
Jefferson Elementary School District still does not have an exclusive representative. 
Populatjon 
21 
The population for this study consisted of the over 3500 K-12 public school 
teachers employed in the seventeen school districts of San Joaquin County, California. 
The demographic information (Table 3.1} pertaining to teachers in San Joaquin County 
and in the state of California is provided from the 1987 California Basic Educational 
Data System (CBEDS}. 
Table 3.1 
A Comparison of Demographic Characteristics of 







Highest Educational Level: 
Doctorate 
Masters +30 units 
Masters 
Bachelors +30 units 
Bachelors 
Less than Bachelors 
County 
43.0 


























































While the generalizability of this study is intended to be restricted to teachers in 
San Joaquin County, a strong argument can be made that the results are much more 
generalizable based on the similarities in the demographic information provided. As 
portrayed from these data, teachers in San Joaquin County are very similar to those 
statewide when comparing educational level, years of experience, gender, ethnicity, and 
age. 
Sample partjcjpants 
Based on 1986 CBEDS, data there were 3517 teachers in San Joaquin County. 
l,Jsing a survey size of 200, it was necessary to randomly select 1 teacher for every 
17.6 (Table 3.2). Teacher names were provided by either the San Joaquin County Office 
of Education or the chief personnel administrator in each district. For each district 
teachers were assigned a number. A table of random numbers was then used to select the 
appropriate number of teachers by district. This procedure insured a stratified random 













Manteca Unified ' 
Ripon Unifie8 . 
Stockton Unified 
Tracy Elementary, 





















The review of the literature did not produce an acceptable questionnaire. 
Therefore, it was necessary for the researcher to develop an appropriate survey. The 
survey (APPENDIX A), which was developed with the assistance of a panel of experts, 
consists of 34 items related to collective bargaining . A Likert scale was used as the 
format in ranking statements for which there were five possible responses: strongly 
disagree, disagree, uncertain, agree, and strongly agree. Each statement was assigned a 
score as follows: 1 (strongly disagree), 2 (disagree), 3 (uncertain), 4 (agree) and 5 
(strongly agree). 
Certain demographic information was also requested from each respondent. This 
information included gender, grade level taught, number of years taught, and current 
level of involvement in the teachers' association. 
After the instrument was constructed, it was reviewed by a panel of four experts 













over 15 years of experience as an administrator in dealing directly with collecHve 
bargaining, a managing partner of a law firm specializing in labor law, the assistant 
executive director of CTA, and the executive 'director of the San Joaquin County Chapter 
of CTA. This panel of experts made suggestions and recommendations in the survey in 
order to help assure content validity. Due to the fact that the survey instrument was 
reviewed by a panel of experts a pilot study was deemed unnecessary. 
Rata Collec!jon Procedures 
The survey was mailed to the 200 selected teachers at their school site. The 
survey instrument was printed on brightly colored paper (goldenrod). A short cover 
letter (APPENDIX B) was attached to explain the purpose of this study, assure 
confidentiality of individual respondents, and offer a summary of the results. Included 
with the survey and cover letter was a self-addressed, stamped envelope. Each of the 
surveys was numbered in order to follow-up on nonrespondents. Approximately one-
hundred (1 00) surveys were completed and returned prior to the second mailing. 
- Three weeks-after the first mailing, a second mailing to nonrespondents W!IS 
conducted (APPENDIX C). In addition, a follow-up phone call was made to 20% of the 
nonrespondents to seek their cooperation and input (Borg & Gall, 1983). These 
procedures resulted in a return rate of 75% (150 surveys). This return rate provides 
for a standard error of proportion of approximately 4% ( Op= .~). 
n 
Statjstjca! Analysjs 
In order to determine teachers' perceptions of collective bargaining, an analysis 
of each item was conducted. 
For each of the 34 items contained in the survey a frequency distribution and 
percentage of response to each category of the Likert scale was determined. In order to 
compare the responses in relation to the selected demographic characteristics, a Chi-














·.01 level of significance was selected because the researcher wished to reduce the 
probability that differences in responses could have occured by chance. 
25 
The research procedures outlined in this chapter will provide legislators, board 
members, administrators and teachers with valid and reliable .data regarding San 
Joaquin County teachers' perceptions of collective bargaining. 
Summary 
The survey instrument was developed by the researcher with the assistance of a 
panel of experts. The survey consists of 34 items related to collective bargaining. A 
Likert scale was used as the format in ranking the items. 
The first mailing was sent to a stratified random sample of 200 classroom 
teachers in San Joaquin County. Three weeks after this first mailing a follow-up 
mailing was conducted. In addition, 20% of the nonrespondents were telephoned by the 
researcher. These efforts resulted In 150 surveys being completed and returned. 
Descriptive and inferential .statistics were used to analyze these data. Frequency 
distribution and perce.ntage of response were determined for each survey item. In order 
to determine if responses were significantly different based on selected demographic 
characteristics a Chi-Square analysis was conducted. 
The following chapter, Chapter 4, will present in detail the descriptive and 










This study attempted to determine the perceptions that teachers in California's 
San Joaquin County have of collective bargaining. The three research questions to be 
answered by this study were as follows: (1) to what extent do teachers perceive that 
collective bargaining has had an effect on wages, working conditions, communications, 
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and morale; (2) to determine to what extent teachers support the concept of collective 
bargaining at the state level, and (:3) are teachers' perceptions of t~e effect of collective 
bargaining related to the following demographic variables: years of teaching experience, 
gender, grade level taught, and current level of association involvement. 
To answer these questions 200 randomly selected teachers in San Joaquin County 
were sent a survey which contained 34 items related to collective bargaining. The 
following is a detailed presentation of the descriptive and inferential statistics used to 
analyze these data which were collected. 
Analysis of Questions 
In this section each research question is restated. Teachers were asked to 
respond to each question on a Likert scale. There were five possible responses: strongly 
disagree, disagree, uncertain, agree, and strongly agree. Each statement was assigned a 







(strongly agree). Frequency distributions and percentage of responses for each ranking, 
(strongly disagree, disagree, uncertain, agree, and strongly agree) by each question, are 
reported in Tables 4.1, 4.3, 4.5, 4.7, and 4.9. Tables 4.2, 4.4, 4.6, 4.8, and 4.10 
combine the frequency distributions and percentage of responses for the ranking of 
strongly disagree and disagree; and also, agree, and strongly agree. 
OBJECTIVE 1 
To determine to what extent teachers perceive that collective 
bargaining has had an effect on wages, working conditions, 
communications, and morale. 
Three (3) items on the questionnaire pertained to wages (Objective 1.1). Table 
4.1 presents the frequency distributions and percentage of responses for these three (3) 
items. Table 4.2 provides the combined rankings. 
Table 4.1 
Teachers' Perceptions of the Effect 
of Collective Bargaining on Wages 
N = 150 
Frequency Distributions 
Strongly 
Question Disagree Disagree Uncertain Agree 
BECAUSE OF COLLECTIVE 
BARGAINING: 
teacher salaries are higher. 
fringe benefits have increased 
more rapidly. 
TEACHERS SHOULD: 
















































Teachers' Perceptions of the Effect 
of Collective Bargaining on Wages 
N = 150 
28 
Combined FreQuency Distributions 
Question 
BECAUSE OF COLLECTIVE 
BARGAINING: 
teacher salaries are higher. 
fringe benefits have increased 
more rapidly. 
TEACHERS SHOULD: 
have the legal right to strike if 
























A very large percentage of teachers (74%) either agreed (50.7%) or strongly 
agreed (23.3%) that collective bargaining has caused teacher salaries to be higher, 
while the percentage of teachers who strongly disagreed (5.3%) or disagreed (11.3%) 
was quite small. 
A small majority of teachers (52.7%) either strongly agreed (8%) or agreed 
(44.7%) that collective bargaining has caused fringe benefits to increase more rapidly. 
However, a large percentage (28.7%) indicated uncertainty about this item. 
More teachers, than not, would support a strike for economic gains. Tables 4.1 
and 4.2 indicate that 57.3% of the teachers surveyed either agreed (37.3%) or strongly 








Teachers' Perceptions of the Effect 
of Collective Bargaining on 
Working Conditions 
N = 150 
31 
Combined Frequency pjstrjbutjons 
Strongly Disagree/ 
Question 
BECAUSE OF COLLECTIVE 
BARGAINING: 
instruction has improved. 
my classroom work environment 
has improved. 
the overall working conditions in my 
district have improved. 
teacher unions are more effective 
in defending teachers in disciplinary 
proceedings. · · -
average class size is smaller. 
it is more difficult to discipline 
teachers. 
seniority determines order of layoff. 
there are more opportunities for 
teachers to participate in professional 
growth activities. 



































































Table 4.4 (Continued) 
Combined Ereguency pjstrjbutjon 
Strongly Disagree/ 
Question Disagree Uncertain 
Strongly Agree/ 
Agree 
BECAUSE. OF COLLECTIVE 
BARGAINING: 
teacher evaluations procedures are 
more effective in improving instruction. 
teachers are more involved in board 
elections. 
TEACHERS SHOULD: 
have the legal right to strike if necessary 
to improve working conditions. 
be required to join a teachers' union or pay 

























As indicated in Table 4.4, teachers' opinions on four (4) of the thirteen (13) 
items were fairly equally distributed between agree, disagree and uncertain. Teachers 
agreed with seven (7) of the items related to working conditions. Two (2) of these items 
were related to unions representing their membership. Sixty-six percent of the 
teachers either strongly agreed (16.7%) or agreed (50.0%) that because of collective 
bargaining teacher unions are more effective in defending teachers in disciplinary 
proceedings. Only 10.0% either strongly disagreed (4.0%) or disagreed (6.0%) with 
this statement. Furthermore, 84.6% of the teachers strongly agreed (51.3%) or agreed 
(33.3%), that because of collective bargaining, unions have a responsibility to 





It is interesting to note that while the Education Code requires seniority to be 
used in determining order of layoff, 62.0% of the teachers surveyed believe that 
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collective bargaining has caused seniority to be the factor in determining order of layoff. 
The response to this question may be an indication that teachers do not generally 
understand the role of collective bargaining in layoff situations. 
Sixty percent of the teachers surveyed either strongly agreed (8.7%) or agreed 
(51.3%) that collective bargaining has given more opportunities. for teachers to 
participate in professional growth activities. A small number of teachers either 
strongly disagreed (0.7%) or disagreed (13.3%) with this statement. 
Teachers generally agreed that they should have the right to strike if necessary to 
improve working conditions. Of those teachers surveyed 24.0% strongly agreed and 
43.3% agreed with this right. A small percentage (18.6%} of teachers strongly 
disagreed (7 .3%) or disagreed (11.3%) with this right. 
A majority of teachers (56.0%) strongly agreed (30.0%) or agreed (26.0%} 
that teachers should be-required to join a teachers'-union or pay-a representation fee. 
33.3% of the teachers surveyed disagreed (12.0%) or strongly disagreed (21.3.0%} 
with this requirement. It is interesting to note that only 9.3% of the teachers were 
uncertain of their opinion regarding agency fee. 
More teachers (49.4%) agreed or strongly agreed that collective bargaining has 
improved working conditions in their district; 29.3% of the teachers disagreed or 
strongly disagreed and 21.3% were uncertain. 
The consensus of teachers disagreed with only one of the thirteen (13) items 
related to working conditions. Teachers either strongly disagreed (30.0%) or disagreed 
(35.3%) that collective bargaining has caused class sizes to be smaller. Twenty-three 
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Teachers generally had an opinion as to whether collective bargaining improved 
their classroom work environment, or not. However, there was no significant consensus 
of agreement or disagreement. 
Seven (7) items on the questionnaire pertain to communications (Objective 
1.3). Table 4.5 presents the frequency distributions and percentage of responses for 
these seven (7) items. Table 4.6 provides the combined rankings. 
Table 4.5 
Teachers' Perceptions of the Effect 
of Collective Bargaining on 
Communications 
N ~ 150 
Frequency Distributions 
Question 
BECAUSE OF COLLECTIVE 
BARGAINING: 
site administrators' decision-
making authority has been 
reduced. 




more in district level decisions. 
administrators are forced to 
take positions which are 
not always their own. 
teachers are better 































































Table 4.5 (Continued) 
Frequency pjstrjbutjons 
Strongly 
Question Disagree Disagree Uncertain 
1 2 3 
BECAUSE OF COLLECTIVE 
BARGAINING: 
individual teacher concerns are 
more efficiently resolved because 
of clearly established procedures. 5 20 41 
3.3% 13.3% 27.3% 
teachers are more 
involved in decisions . 
at their own school. 6 36 36 
4.0% 24.0% 24.0% 
Table 4.6 
Teachers' Perceptions of the Effect 
of Collective Bargaining on 
Communications 








Combjned Frequency Pistrjbutjons 
Question 
BECAUSE OF COLLECTIVE 
BARGAINING: 
site administrators' de.cision-
making authority has been reduced. 





























Table 4.6 (Continued) 






positions which are 
not always their own. 
teachers are better 
informed about school issues. 
individual teacher concerns are 
more efficiently resolved because 
of clearly established procedures. 
teachers are more 
involved in decisions 
























As indicated in Tables 4.5 and 4.6, the consensus of teachers agreed with five (5) 
of the items related to communication. Sixty-six percent of the teachers either strongly 
agreed (19.3%) or agreed (47.3%) that collective bargaining has created a more 
organized way of conducting employer-employee relations. Fifty-eight percent of the 
teachers either strongly agreed (8.7%) or agreed (50.0%) that administrators are 
forced to take positions which are not always their own. Furthermore, more teachers 
agreed than disagreed that because of collective bargaining, 1) they are better informed 
about school issues (60.6%), 2) are more involved in decisions at their school 
(47.4%), and 3) that individual teacher concerns are more efficiently resolved 
(54.7%). 
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There was no significant difference in teachers' agreement (40.6%) or 
disagreement (41.3%) that because of collective bargaining they participate more in 
district decisions. 
Teachers disagreed (48.6%) that collective bargaining has reduced site 
administrators' decision-making authority; 29.4% agreed and 22.0% were uncertain. 
·~ 
Nine (9) of the items of the questionnaire pertain to the effect of collective 
bargaining on morale (Objective 1.4). Table 4.7 presents the frequency distributions 
j and percentage of responses. Table 4.8 provides the combined rankings. 
I Table 4.7 
l Teachers' Perceptions of the Effect of Collective Bargaining on Morale 
j N ~ 150 
; 
l Er~!JJJ!l[lQ:t Di~!ri!:luliQn§ Strongly Strongly Question Disagree Disagree Uncertain Agree Agree 
1 2 3 4 5 
' 
~ 
BECAUSE OF COLLECTIVE 
BARGAINING: 
:! 
I view my profession more 
positively. 12 31 38 5 1 3 
8.0% 20.7% 25.3% 35.3% 8.7% 
the public's image of teachers 
has improved. 21 67 37 23 2 
14.0% 44.7% 24.7% 15.3% 1.3% 
California's schools are better. 11 42 52 39 6 
7.3% 28.0% 34.7% 26.0% 4.0% 
1 teacher morale is better. 14 36 39 51 9 ! 
j 
9.3% 24.0% 26.0% 34.0% 6.0% 
i 
there is a more adversarial =j 
j relationship between teachers 
l and administrators. 5 42 38 53 1 2 






















Table 4.7 (Continued) 
E tfltl u fl c C:i Qisltibulicns 
Strongly 
Question Disagree Disagree Uncertain 
1 2 3 
BECAUSE OF COLLECTIVE 
BARGAINING: 
the best qualified teachers are 
leaving the profession. 27 56 45 
18.0% 37.3% 30.0% 
there is a written agreement 
which makes me feel more 
secure when dealing with 
my administrator. 3 27 32 
2.0% 18.0% 21.3% 
school-community relations 
are better. 10 48 70 
6.7% 32.0% 46.7% 
the public views teachers as 
more professional. 18 57 43 
12.0% 38.0% 28.7% 
Table 4.8 
Teachers' Perceptions of the Effect 
of Collective Bargaining on Morale 












Ccmbiced EtflQUflDCY Dis!ribu!ions 
Question 
BECAUSE OF COLLECTIVE 
BARGAINING: 
I view my profession more positively. 
the public's image of teachers 
has improved. 

































Table. 4.8. (Continued) 





BECAUSE OF COLLECTIVE 
BARGAINING: 
teacher morale is better. 
there is a more adversarial 
relationship between teachers 
and administrators. 
the best qualified teachers are 
leaving the profession. 
there is a written agreement 
which makes me feel more 
secure when dealing with my 
administrator. 
school-community relations are better. -







































Teachers' response to the statement that, "Because of collective bargaining, 
California schools are better," was equally distributed between agree, disagree and 
uncertain. 
Forty percent of the teachers surveyed believed that collective bargaining has 
improved teacher morale. However, 33.3% of the teachers disagreed with this 
statement. Very similar results were obtained for the statement, "Because of collective 




Teachers strongly agreed (11.3%) or agreed (47 .3%) that a written agreement, 
resulting from collective bargaining, makes teachers feel more secure when dealing with 
their administrator; only 20.0% either strongly disagreed (2.0%) or disagreed (18%). 
There were three (3) items on the questionnaire on which teachers generally 
disagreed. Two (2) of these three (3) items related to the public's perception of 
teachers. Teachers either strongly disagreed (14.0%) or disagreed (44.7%) that 
collective bargaining has improved the public's image of teachers. Sixteen percent of the 
teachers either strongly agreed (1.3%) or agreed (1 0.7%) with this item. 
Furthermore, 50.0% of the teachers surveyed either strongly disagreed (12.0%) or 
disagreed (38.0%) that collective bargaining has caused the public to view teachers 
more professionally; 28.7% were uncertain and 20.7% either agreed (20.0%) or 
strongly agreed (0.7%) with this view. 
Has collective bargaining caused the best qualified teachers to leave the 
profession? Most teachers either strongly disagreed (18.0%) or disagreed (37.3) with 
this statement. Fourteen percent of the teachers surveyed either strongly agreed 
(3.3%) or agreed (1 0.7%) with this item. 
Most teachers were either uncertain (46.7%) or disagreed that collective 
bargaining has improved school-community relations. Only 14.7% of those teachers 
surveyed agreed with this statement. 
Teachers seemed to generally agree (35.3%) or strongly agree (8.7%) that collective 
bargaining has caused them to view their profession more positively. However, 28.7% 
of the teachers either disagreed (20.7%) or strongly disagreed (8.0%) with this view. 
OBJECTIVE 2 
To determine to what extent teachers support the concept that 
collective bargaining be done at the state level. 
Two (2) items on the questionnaire pertain to teachers' support for collective 
bargaining at the state level (Objectives 2.1 and 2.2). Table 4.9 presents the frequency 
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distributions and percentage of responses for these two (2) items. Table4.10 provides 
the combined rankings. 
Question 
Table 4.9 
Extent of Teacher Support for Collective 
Bargaining at the State Level 
N = 150 
FreQuency Djstrjbutjons 
Strongly 
Disagree Disagree Uncertain Agree 
1 2 3 4 
TEACHERS SHOULD BARGAIN 
AT THE STATE LEVEL: 
for all negotiable items. 
for a common state 
salary schedule only. 
12 21 33 
8.0% 14.0% 22.0% 
14 46 36 
9.3% 30.7% 24.0% 
Table 4.10 
Extent of Teacher Support for Collective 
Bargaining at the State Level 












Combined FreQuency Djstrjbutjoos 
Question 
TEACHERS SHOULD BARGAIN 
AT THE STATE LEVEL: 



























As indicated in Table 4.9, teachers tended to agree (36.0%) or strongly agree 
(17.3%) that collective bargaining should take place at the state level. Only 22.0% of 
those surveyed disagreed (14.0%) or strongly disagreed (8.0%). Responses to state 
level bargaining for salary were evenly distributed between those that tend to agree 
(42.7%) and those tending to disagree (40.0%). 
HYPOTHESIS 
As previously cited in Chapter 1 the hypothesis for this study was as follows: 
Teachers' reported perceptions of collective bargaining and its perceived effects 
on wages, working conditions, communications, and morale are unrelated to: 
1. Years of teaching experience 
2. Gender 
3. Grade level taught 
4. Current level of association involvement 
A Chi-Square analysis by each teacher variable and each questionnaire item is 
presented in Table 4.11. Only those teacher variables with significant differences in 




Chi-Square Analysis of Teachers' Perceptions 
of the Effect of Collective Bargaining for 
Responses which were Significant 
Based on Demographic Factors 
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Dependent Variable Factor p 
Nature of 
the Difference 
BECAUSE OF COLLECTIVE 
BARGAINING: 
instruction has improved. 
work environment has 
improved. 
TEACHERS SHOULD: 
be required to join a 
teachers' union or pay 








23.76 <.01 O,A>P,N 
25.91 <.01 O,A> P,N 
29.29 <.001 O,A>P,N 
For "Association Involvement", 0 = Office Holder; A = Active Member; 
P E Passive Member; N = Non-Member. 
Based on the data presented in Table 4.11 the hypothesis was not rejected. 
Teachers' reported perceptions of collective bargaining were apparently not influenced 
by gender, experience, or grade level taught. However, as reported in Table 4.11, 
current level of association involvement was related to a teacher's perception of the 
effect of collective bargaining. Association office holders and active members are more 
likely than passive or non-members to agree that collective bargaining has improved 
instruction and working conditions. Furthermore, office holders and active members 
are significantly more supportive of the requirement that teachers join the teachers' 
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Analysis of the WrjUen Comments 
Forty-five (45) of the one hundred-fifty (150) respondents added additional comments 
to the survey on the space provided (APPENDIX D). Many of the respondents' comments 
were intended to reinforce their previous responses on the survey. However, in 
reviewing the comments several types of statements were repeated. These responses are 
highlighted in this section. 
In reading the responses one theme ran through a number of the statements. 
These responses seem to indicate an apparent adversarial relationship between 
administrators and teachers. An example of this type of response is the following, "This 
(statewide collective bargaining) would eliminate bargaining hassles which split 
teacher-administration-board cooperation.• 
Agency fee was another issue which seemed to elicit a number of responses; most 
of these responses were in favor of agency fee. This support seemed best summed up by 
one respondent who stated, "Should non-paying teachers receive the same salary or 
benefits as those gained through collective bargaining? -- NO." 
Overall the comments which were submitted were very diverse. There were 
comments about collective bargaining which were both positive and negative. Two such 
responses have been selected in order to illustrate this dichotomy. At one end of the 
spectrum is the following, "Collective bargaining is taking the heat for a wealth of school 
ills. Site administrators are increasingly ill-trained for life in schools ... School 
districts are still operating under paternalistic ... ideals ... refusing to acknowledge 
collective bargaining for what it is -- a means of defining working conditions and 
blaming it for what it is not .. ." At the other end of the spectrum is the following 
opinion, " ... I don't believe teachers are professionals ... If I were really a professional, 
the state and the school board would let me write my own course ... Only my professional 
judgement would be needed to justify the choice ... I support collective bargaining 



















In analyzing the level of agreement and disagreement for each of the thirty-four 
items on the questionnaire, the consensus of teachers agreed or strongly agreed with 
eighteen (18) of the items. There was no consensus of opinion on five (5) items and 
teachers either disagreed or strongly disagreed with five (5) items. Teachers were 
evenly divided between their agreement or disagreement on five (5) items. On one (1) 
item teachers were evenly split between disagreement and uncertainty. 
Teacher perceptions of the influence of collective bargaining generally do not 
vary by demographic factors. "Current Level of Association Involvement" was the only 
factor which influenced a teacher's perception of the effect of collective bargaining. The 













SUMMARY, DISCUSSION, CONCLUSIONS, 
and RECOMMENDATIONS 
There are many controversial issues in public education; one being collective 
bargaining. Collective bargaining is a complex, multi-faceted procedure intended to 
improve employer-employee relations. When this procedure breaks down it can have 
serious repercussions within education and the educational community. 
Because of collective bargaining's impact on education, this study sought to 
determine the perceptions of teachers in San Joaquin County regarding collective 
bargaining. Clearly identifying the perceptions teachers have about collective 
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bargaining should enable us to better understand the motivation behind certain teacher 
behaviors. 
This chapter has four purposes: 1) to summarize the research findings, 2) to 
discuss the results, 3) to draw conclusions between this and previously cited studies, 
and 4) to make recommendations for future research. 
Summary 
The sample in this study consisted of 200 randomly-selected San Joaquin County 
teachers stratified by district. It is assumed that this selection procedure resulted in a 
representative sample of San Joaquin County teachers. 
A review of the literature did not locate an appropriate survey instrument. 

















to develop a questionnaire to gather data relevantto the research purposes. The 
questionnaire consists of 34 items related to collective bargaining. A Likert scale was 
used as the format in rating the items. In addition to these items, respondents were 
requested to provide demographic information; namely, gender, grade level taught, 
number of years taught, and current level of involvement in the teachers' association. 
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The first mailing was sent to the stratified random sample of 200 participants. 
Three weeks after this first mailing a follow-up mailing was conducted. In addition, 20 
percent of the nonrespondents were telephoned by the researcher to solicit their support 
in returning the questionnaire. These efforts resulted in 150 completed surveys, a 75 
percent return rate. 
Descriptive and inferential statistics were used to analyze these data. Frequency 
distributions and percentages of response were determined for each survey item. In 
order to determine if the responses were related to selected demographic 
characteristics, a Chi-Square analysis was conducted with item response as the 
dependent variable and demographic variables as the factor. The level of significance 
was set at the .01 level. 
Descriptive data revealed that teachers agreed or strongly agreed with eighteen 
(18) of the thirty-four (34) items. These items were as follows: 
BECAUSE OF COLLECTIVE BARGAINING: 
teacher salaries are higher. 
fringe benefits have increased more rapidly. 
the overall working conditions in my district have 
improved. 
teacher unions are more effective in defending 
teachers in disciplinary proceedings. 
seniority determines order of layoff. 
there are more opportunities for teachers to 











. unions have a rE!sponsibility to represent teachers 
fairly. ··· ······· 
a more organized way of conducting 
employer-employee relations exists. 
administrators are forced to take positions which 
are not always their own. 
teachers are better informed about school issues. 
individual teacher concerns are more efficiently 
resolved because of clearly established procedures. 
teachers are more involved in decisions at their 
own school. 
I view my profession more positively. 
there is a written agreement which makes me feel 
more secure when dealing with my administrator. 
TEACHERS SHOULD: 
have the legal right to strike if necessary 
to make economic gains. 
have the legal right to strike if necessary to 
improve working conditions. 
bargain collectively with state representatives for 
a common state master contract for all negotiable 
issues. 
be required to join a teachers' union or pay a 
representation fee. 
Teachers generally disagreed with only five (5) of the thirty-lour (34) 
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questionnaire items. The items which San Joaquin County teachers disagreed or strongly 
disagreed are the following: 
BECAUSE OF COLLECTIVE BARGAINING: 
average class size is smaller. 
site administrators' decision-making authority has 
been reduced. 
the public's image of teachers has improved. 














the best qualified teachers are leaving the 
profession. 
There was no consensus of opinion on five (S)items. These items were as 
follows: 
BECAUSE OF COLLECTIVE BARGAINING: 
instruction has improved. 
California's schools are better. 
it is more difficult to discipline teachers. 
teacher evaluation procedures are more effective in 
improving instruction. 
teachers are more involved in board elections. 
On five (5) items there was no significant difference in the percentage of 
teachers which agreed or disagreed with the statement. Those items are as follows: 
BECAUSE OF COLLECTIVE BARGAINING: 
my classroom work environment has improved. 
teagher morale is better. 
there is a more adversarial relationship between 
teachers and administrators. 
teachers participate more in district level 
decisions. 
TEACHERS SHOULD: 
bargain collectively with state representatives 
for a common state salary schedule only. 
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Has collective bargaining caused school-community relations to improve? Very 
few teachers agreed. Most either disagreed or were uncertain of the effect of collective 
bargaining on school-community relations. 
Chi-Square was used to determine if significant differences in proportions 




















Involvement" was the only demographic factor which yielded statistically significant 
differences (Table 4.11) . It yielded three (3) significant differences in responses. 
The demographic factors of "Gender", "Experience", and "Grade Level Taught" 
(Table 4.11) produced no significant difference in proportions. 
By "Current Level of Association Involvement", respondents who identified 
themselves as association office holders or active members agreed significantly more 
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than respondents who identified themselves as either passive members or non-members 
with the following statements: 
BECAUSE OF COLLECTIVE BARGAINING: 
instruction has improved. 
my classroom work environment has Improved. 
TEACHERS SHOULD: 
be required to join a teachers' union or pay a representation fee. 
This completes the summary of the results. The foregoing has outlined the 
procedures and results of these data which were collected. 
pjscussjon 
Since the Rodda Act's passage in 1975, thirteen years have elapsed. One of the 
Rodda Act's stated purposes was to " ... promote the improvement of personnel 
management and employer-employee relations .... " Based on teachers' perceptions as 
stated in this study it appears that after thirteen years of collective bargaining, some of 
the goals of the Rodda Act have been achieved, while others have not. 
Teachers believe that collective bargaining has improved their economic status 
and overall working conditions. Almost three-quarters of the teachers surveyed believe 
that collective bargaining has caused teacher salaries to be higher, and over half believe 
that collective bargaining has caused fringe benefits to increase more rapidly. 
Teachers believe that some issues related to working conditions have been 








Teachers' perceptions are that collective bargaining has improved overall working 
conditions, has created a more orderly work environment, and has provided teachers 
with more input into decision-making at their own school. 
Based on these data, it appears that the working -relationship between teachers 
and their administrators has suffered. Teachers believe that because of collective 
bargaining administrators are forced to take positions which are not always their own. 
More disturbing is the fact that over forty-three percent of the teachers surveyed 
believe that collective bargaining has created a more adversarial relationship between 
teachers and administrators. Furthermore, the majority of teachers feel more secure 
when dealing with their administrator because of collective bargaining. Based on this 
evidence, it is, and will be important for districts and associations to develop strategies 
to better inform teachers about the collective bargaining process and its scope. This will 
help in reducing these adversarial relationships. 
What price have teachers and the profession paid for the perceived gains made in 
-economics and working conditions? As cited in Chapter 1, Flygare (1977'} believesthat 
collective bargaining has caused many people to question their support for public 
education; this also seems to be the current perception of San Joaquin County teachers, 
too. Teachers do not believe that collective bargaining has improved the public's image 
of them, nor do they believe that it has caused the public to view them more 
professionally. In addition, most teachers either believe that collective bargaining has 
not improved school-community relations or they are uncertain of the effect. As stated 
by Flygare (1977) "When the public sees teachers picketing school systems, lobbying 
legislatures, and endorsing candidates, seemingly just to increase the teachers' cut of the 
pie, it dampens public enthusiasm for a strong financial commitment to education" (p. 
4 7). 
As reported in Chapter 2, two of the most notable concerns related to collective 







representation fee, and 2} should teachers in public schooL be allowed to strike. The. 
majority of teachers (56.0%) in San Joaquin County support the requirement that 
teachers join a teachers' union or pay a representation fee. With regard to strikes, 
almost seventy percent of the teachers surveyed believe they should have the right to 
52 
strike to improve working conditions; almost sixty percent believe they should have the 
right to strike for economic gains. 
Teachers appear to believe that collective bargaining has caused teacher 
associations to be more effective in representing them. However, only 32.6% of the 
respondents indicated that they were office holders or active members. 56.0% of the 
respondents identified themselves as passive members. 
Individuals reading the results of this study will find that the data may affirm 
many of their currently held beliefs about collective bargaining. Nevertheless, the data 
may also cause individuals to reevaluate many of their previously held assumptions 
about teachers' perceptions of collective bargaining. 
Superintendents, specifically, should pay particular attention to the general 
tendencies underscored in this study. As cited previously teachers tend to perceive that 
collective bargaining has created a more adversarial relationship between 
administrators and teachers. This concern should inspire superintendents to take 
positive steps to reduce these perceptions. It is unrealistic to believe that these 
perceptions will be modified overnight. However, a superintendent's effort to establish 
an ongoing campaign to reduce this adversarial relationship will be certainly worth 
while. 
One way to achieve this goal is to clearly communicate what the collective 
bargaining process is, including the ramifications of contract administration. It is 
important for teachers to understand that frequently an administrator's decision must be 
made within the given parameters of the collective bargaining agreement. Furthermore, 




precedent setting tor an employees. Once employees Understand this concept it is 
believed they will have a better appreciation and understanding of why administrators 
make certain decisions. 
This study produced two other important factors which superintendents should be 
cognizant of when bargaining with teachers in their districts. It is a common belief 
among superintendents that rank and file teachers are not supportive of strikes in order 
to make gains through collective bargaining. Respondents in this study overwhelmingly 
supported the right of teachers to strike. Superintendents should be aware that if 
teachers are pushed to tar during collective bargaining there is a strong likelihood that a 
strike may result. Secondly, one of the more controversial issues in bargaining is the 
requirement that teachers join the association. Superintendents frequently take the 
position, at the bargaining table, that most teachers are not supportive of this 
requirement. However, the results of this study would indicate otherwise. In light of 
this superintendents may wish to reevaluate their bargaining position. 
The data provided a clear Indication that teachers believe that collective 
bargaining has affected their relationship with the public as well as with district 
administrative personnel. By using these data as a frame of reference, teachers, 
administrators, and school board members can now sit down and seek ways to reduce 
misunderstandings caused by collective bargaining. Specifically, districts need to 
explore ways to reduce the perceived adversarial relationship between administrators 
and teachers. This may be accomplished as districts and teachers jointly attempt to 
develop ways to involve teachers in the decision-making process at both the school site 
and district level. 
Furthermore, state legislators should be sensitive to the fact that the majority of 
teachers in this study support the concept of statewide collective bargaining. Legislators 

























Generally, the research data support many of the findings reported in Chapter 2. 
Areas of agreement with previously cited research include agency fee, salary, strikes, 
and class size. 
Studies conducted by Elam and Gough (1980), Gilson and Ramos (1982), 
Stewart (1980), and the Pennsylvania Department of Education (1978) reported that 
teachers support the requirement that they join a teachers' association. This is also 
consistent with the data obtained in this study. The majority of teachers (56.0%) 
surveyed either strongly agreed (30.0%) or agreed (26.0%) that teachers should be 
required to join a teachers' association. 
The general impression of San Joaquin County teachers (74.0%) is that 
collective bargaining has increased teacher salaries. This perception was shared by the 
teachers in studies conducted by Morgan and Kearney (1977) and Jessup (1979). 
In the previously cited research there were some contradictions as. to whether 
teachers supported strikes or not. Fris(1979), Elam (1979), and Brelsford (1975) 
stated that teachers are not generally in favor of strikes. However, Gilson and Ramos 
(1982), Pennsylvania Department of Education (1978), and Elam and Gough (1980) 
all indicted that teachers do generally favor strikes. Now, in 1988, after a significant 
bargaining history it appears that teachers in San Joaquin· County support the legal right 
of teachers to strike for economic. gains (57.3%) and to improve working conditions 
(67 .3%). 
Jessup (1979) found 50.0% of the teachers he surveyed reported that class sizes 
had increased since collective bargaining. Teachers in this study strongly disagreed 














Studies conducted by R6oks (1980), Nichols (1981 ), Osburn (1975). and Brelsferd 
(1975) indicated that younger teachers are more supportive of collective bargaining 
than older teachers. This study found no variance in response based on age/experience. 
Recommendations tor Further Study 
Based on the data presented in Chapter 4 and Chapter 5 the following 
recommendations are being made: 
1 . Follow-up research to determine .why teachers responded to certain items 
would be valuable and interesting information. Specifically, why do active association 
members believe that collective bargaining has improved instruction and working 
environment? 
2. Additional research comparing the perceptions of teachers in different 
counties, states, and regions of the United States toward collective bargaining. 
3. Additional research comparing the perceptions of teachers, administrators and 
state level union officials toward collective bargaining may also result in differences of 
_perceptions whicb would be interesting. 
4. Teacher associations should develop strategies to educate teachers, 
specifically, new teachers, about the benefits of association involvement and should seek 
































SURVEY OF TEACHER PERCEPTIONS 
OF COLLECTIVE BARGAINING 
GENDER: MALE. __ FEMALE..._ _ 
GRADE LEVEL TAUGHT: K-5 __ 6-8 __ 9-12 ----
NUMBER OF YEARS TAUGHT: 
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0-5 __ 6-10 ___ 11-15 __ 16:2o __ OVER20~--
CURRENT LEVEL OF INVOLVEMENT IN TEACHERS' ASSOCIATION: 
OFFICE HOLDE8 
NON-OFFICE HO,_LD_E_R_B-UT~ACTIVE MEMBEFi ____ _ 
PERCEIVE SELF AS PASSIVE MEMBEB ____ _ 
NON-MEMBER._ __ 
DIRECTIONS: Circle the one response POSSIBLE RESPONSES: 
to each question which best represents SD Strongly Disagree 
your level of agreement/disagreement with D Disagree 
the statement. REMEMBER ALL QUESTIONS u Uncertain 
RELATE TO THE EFFECT OF COLLECTIVE A Agree 
BARGAINING. SA Strongly Agree 
BECAUSE OF COLLECTIVE BARGAINING: so D u A SA 
... site administrators' decision-making 
authority has been reduced. 1 2 3 4 5 
... instruction has improved. 1 2 3 4 5 
... a more organized way of conducting 
employer-employee relations exists. 1 2 3 4 5 
... my classroom work environment has 





l BECAUSE OF COLLECTIVE BARGAINING: so D u A SA 
... the overall working conditions in my 
district have improved. 1 2 3 4 5 
... teacher salaries are higher. 1 2 3 4 5 
... teacher unions are more effective in 
1 defending teachers in disciplinary proceedings. 1 2 3 4 5 
1 ... average class size is smaller. 1 2 3 4 5 
.. .1 view my profession more positively. 1 2 3 4 5 
... the public's image of teachers has 
improved. 1 2 3 4 5 
... California's schools are better. 1 2 3 4 5 
... teacher morale is better. 1 2 3 4 5 
" 1 ... teachers participate more in district ' 
1 
level decisions. 1 2 3 4 5 
.. .It is more difficult to discipline 
teachers. 1 2 3 4 5 
l ... there is a more adversarial relationship between teachers and administrators. 1 2 3 4 5 
l 
1 
~J ... the best qualified teachers are leaving 
~ the profession. 1 2 3 4 5 
... seniority determines order of layoff. 1 2 3 4 5 
~ ' . ...administrators are forced to take j 
' positions which are not always I 
j 
their own. 1 2 3 4 5 
... there is a written agreement which 1 
makes me feel more secure when 
dealing with my administrator. 1 2 3 4 5 
l ... there are more opportunities for teachers to participate in professional growth activities. 1 2 3 4 5 
-j 
~=l 
... unions have a responsibility to represent 1 
~ 
teachers fairly. 1 2 3 4 5 
... teacher evaluation procedures are more 
effective in improving instruction. 1 2 3 4 5 
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BECAUSE OF COLLECTIVE BARGAINING: SD D u A SA 
... teachers are better informed about 
school issues. 1 2 3 4 5 
... individual teacher concerns are more 
efficiently resolved because of clearly 
established procedures. 1 2 3 4 5 
... teachers are more involved in decisions 
at their own school. 1 2 3 4 5 
... school-community relations are better. 1 2 3 4 5 
... the public views teachers as more 
professional. 1 2 3 4 5 
J 
... teachers are more involved. in board 
elections. 1 2 3 4 5 
~ 
.. .fringe benefits have increased more 
rapidly. 1 2 3 4 5 
TEACHERS SHOULD: SD D u A SA 
' 
... have the legal right to strike if 
necessary to make economic gains. 1 2 3 4 5 
" 
... have the legal right to strike if 
! necessary to improve working 
J conditions. 1 2 3 4 5 
=l 
l ... bargain collectively with state representatives for a common state 
l master contract for all negotiable issues. 1 2 3 4 5 I 
" 
j ... bargain collectively with state representatives for a common state 
salary schedule only. 1 2 3 4 5 
... be required to join a teachers' union 
or pay a representation fee. 1 2 3 4 5 
-------------------------------------------------------------
If you desire to comment or explain any of your answers, please do so here: 










March 30, 1988 
I am a doctoral student at the University of the Pacific. In order to 
complete my program, I am requesting your assistance. 
You have been randomly selected as one of just two-hundred (200) 
teachers in San Joaquin County to fill out the enclosed survey. The purpose of 
this study is to determine teachers' perceptions of collective bargaining. Please 
take the 10-15 minutes necessary to complete this survey and return in the 
self-addressed, stamped envelope as soon as possible. WHEN ANSWERING THE 
SURVEY QUESTIONS PLEASE REMEMBER THAT ALL QUESTIONS 
RELATE TO COLLECTIVE BARGAINING. 
The final results of this study will be reported tor the entire county. 
Results wW not be reported by individual respondents. I assure you that the 
confidentiality of your individual results will be maintained. 
If you would like a summary of the final results, please mark the 
appropriate box on the survey. 

























April 15, 1988 
Recently you should have received a survey which Lam. distributing to 200 
randomly selected teachers in San Joaquin County. As of this date I have not received 
your response. 
It is extremely important that I receive your response to the 
survey. This will not only help me in completing my doctorate, but it will also provide 
reliable information about teachers' perceptions of collective bargaining to fellow 
teachers, union representatives, legislators, and administrators. 
Please take the 10-15 minutes necessary to complete this survey and return in 
the self-addressed, stamped envelope as soon as possible. WHEN ANSWERING THE 
SURVEY QUESTIONS PLEASE REMEMBER THAT ALL QUESTIONS RELATE TO 
COLLECTIVE BARGAINING. 
The final results of this study will be reported for the entire county. Results 
will not be reported by individual respondents. I assure you that the confidentiality of 
your individual results will be maintained. 
If you would like a summary of the final results, please mark the appropriate 
box on the survey. 



























Respondents' Written Comments 
"Collective bargaining is extremely weak in a small teaching community like 
(District). We don't have a high enough percentage of teacher membership to really 
have an impact with the board or the superintendent in any major area. The non-
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member teachers are not required to pay a representation fee. This is the FIRST year 
my ali-day kindergarten has been below 32 students, and the district is cutting back on 
kindergarten teachers next year (eliminating one), so I'm sure we'll have large classes 
again. The few CTA members who represent us in our negotiations do feel threatened in a 
small community, due to the closeness of the smaller community (everyone knows 
everyone else), a strong-willed superintendent, and a lack of support from the non-
member teachers (we can't ask for much when the negotiating team is told they don't 
have a membership to back up their demands. Yet, CTA is always voted by non-members 
to bargain for them so they don't have to do it). Reasons given for non-participation: too 
much. money to join, not wanting to strike, fear of retaliation by the administration if 
too involved with CT A. The district even holds our pay down by making it difficult to get 
"board approval" of classes for credit on the pay scale." 
"Collective bargaining has not had all that great a benefit for teachers. 
Administration, on the other hand , has used it as a club to beat down teachers as a group 
and as individuals. Administration has created an adversarial situation as "Good guys vs. 













"I stronglY disagree ih rna Ring teachers join a union. However, I understand 
teachers need to pay their fair share to help with bargaining cost. It should be up to 
individual teachers whether or not to join the union." 
"In a small district jobs and other opportunities often depend on who a person 
knows and who his friends are." 
"It would have helped to define what you meant by collective bargaining. In our 
District, which is small, collective bargaining seems to determine salary etc., but not to 
have much effect on curriculum, class size ,etc. CTA efforts at the state level QQ. have an 
effect on these, positively. Activities directly effecting (sic) quality of instruction, 
curriculum change, innovation practices, etc., have been teacher-generated and not 
particularly limited to CTA membership. I have a concern that your results will not 
show you what you are wanting to know." 
"I am greatly influenced in many of my answers by the fact that year-round 
school has been implemented in my District and that effects (sic) things such as class 
size etc, -not_due to collective bargaining necessarily. Sorry I am late in returning this 
to you - I have just returned from 6 weeks vacation - again due to year round school." 
"I am enclosing a cartoon that I feel shows how much of the public sees teachers. 
I'm sorry for many "uncertain" answers but for those areas I know nothing about . I had 
no choice I'm really sorry this is so -- late after our conversation last week, I went to 
do the survey that evening but couldn't find ill It was only until today that I found it in 
the car glove compartment. Sounds like a typical teacher "stunt", huh?l 
"Since I am a new teacher and this being a whole n~w different position for me I 
am uncertain about a lot of the issues. As time passes I will gain a better perspective of 
the teaching profession. I hope I have given you some helpl Let me know the outcome." 
"Should non-paying teachers receive same salary or benefits as those gained 









"Collective bargaining ~' like tenure protects the teacher that views teaching_as 
a work day not something everlasting. Unions: Strikes etc. cause teaching to fall further 
away from a true profession." 
"As an office holder and some recent experience as member of my association 
bargaining team I have a lot more information to draw on to answer these questions 
than I believe the average teacher has. I'm curious as to what is your thesis. Good 
Luckll" 
"This didn't exist years ago before the administration and teacher associations 
split. I think it (the split) has caused adversarial attitudes. As an old timer I haven't 
really felt good about the idea of striking, but I think people who believe in it should 
have the right. I hate to think that collective bargaining would by-pass administration 
because it would widen the gulf that makes teachers and administrators work as separate 
entities instead of team members." 
''This extreme might (strikes) be required to effect (sic) the class size issue." 
"When teachers strike to make any type of gain -- courts can get legal 
injunctions to force teachers back to work. Strikes are for unions and nonprofessional 
groups. Associations use legal tactics such as sick-out for personal gain. Common State 
salary schedules should be avoided due to the cost of living that varies from city to city 
in California (might hurt some districts if set too low)." 
"Collective bargaining is taking the heat for a wealth of school ills. Site 
administrators are increasingly ill-trained for life in schools - ones with teachers 
empowered to control budget, curriculum, and policy. School districts are still 
operating under paternalistic, 19th century monopoly corporate ideals and policy 
lines ... refusing to acknowledge collective bargaining lor what it is - a means of defining 
working conditions and blaming it for what it is not - a code for easily dismissing or 
















assess their abilities woul(:f bE! far Ill ore useful than altering collective bargaining or the 
education code." 
"Unions have benefited me - but I have always been a member - once required to 
do so by a principal. I wish you had selected someone else. I work, now, because I ~ 
teaching and adore 7-8 year old children. I am close to retirement. I have only taught at 
one school. I am from a business management background. I do not believe I am an 
"average" teacher, although "average" of what? If you want a single female, or a teacher 
with a more middle of the road opinion, please call {phone #). I'm impressed with your 
stamps I" 
"As I noted above - I do not believe teachers are "professionals" - professionals -
such as doctors/lawyers, offer their services to the public at large as independent 
contractors - set their own fees - and in many cases certify their own peers. If I were 
really a professional, the state and the school board would let me write my own course 
{within broad quidelines) and choose my texts each year. Only my professional 
judgement would be needed to justify the choice. Can you Imagine how doctors would react 
if the state or a local board told them what drugs to prescribe or what method of surgery 
to use? - In other words, I support collective bargaining precisely, because teachers are 
JlQ.1 professionals. It would be unneeded if we were." 
"A common state salary schedule would be good if different areas of the state were 
indexed according to cost of living in that area." 
"I strongly believe class size would have been much larger in my district if our 
contract had not included a penalty clause in addition to the state penalty. My class has 
material such as microscopes that they would never have had because I now earn enough 
to buy material for my class that the district never would have provided." 
"Collective bargaining has not changed my style of teaching or my thoughts on 














"I fiave only taught tor 3 years so I am uncertain about a few things. In those 3 
years my class size and working conditions have worsened. I can see how collective 
bargaining can be effective, it just hasn't helped me personally. I see a lot of teachers-
administrator hostility." 
"Where matters such as class size, student welfare and safety matters are an 
issue in contractual disputes, the leverage of a work slow-down, sick-out, or even 
teacher strike may be necessary to solve the problem. Teacher organizations are DQ1 
unions necessarily. We have a D union members in our organization, but not all 
organization members are .uni2D. me.mbers. Who better should speak for programs and 
quality education for children than the teachers who know them and work with them 
daily. Teachers lD.LlS.! sit on committees and have channels for input on such important 
matters." 
"I don't feel teachers should bargain with the state legislature for anything. 
firmly believe that many of our existing school problems in California are because of the 
_ fac1 that the legifllature uses education as a political football." 
"Ownership of the vehicle requires making payments and being obligated. 
Professional people need an obligation to~ and Society." 
"All questions were answered as they related to collective bargaining only. Some 
answers would have been different if it referred to unions in general." 
"My answers might be different if I'd had poor relationships with school 
administrators. Collective bargaining is a long expensive and time consuming endeavor 
for a union and a district. Depending upon each bargaining group, it can be a successful 
process. A lot of the process is dependent upon good communication skills. Which in 
turn, makes or breaks the success of the bargaining." 
"Please understand the the slowness to respond to surveys is partly do to the fact, 
that we get 1 OOs of these things each year, and that the questions often do not come out 







"My dfsagreement w/ unions and collective bargaining as a whole is that views 
are given from the governing board (union) which do not reflect individual views i.e, 
school birth control clinics." 
"I don't like unions. People should be able to work matters out together. 
Sometimes unions create more problems." 
"Our union has only been effective in salary increases. Teaching and working 
conditions have not been dealt with. We have less than half of teachers in our district 
involved in the union due to apathy mostly and a strong superintendent." 
"The public thinks the lottery has solved all problems and that teachers are in 
the upper -income brackets. But the lottery provides less than 3% qf the budget and 
70 
teacher pay is middle-income. Most teachers have financial worries because they have 
children, car payment, rent and other expenses, just like normal people." 
"Teacher evaluation procedures are more effective in improving instruction but 
not due to collective bargaining. You had nothing about evaluation vs. supervision - a big 
conflict-in our staff and district." 
"1 and 2 (questions) I have ambivalent feelings about teachers striking. If it is 
the QD.b!. way to be treated fairly, I guess it is all-right. Yet, I don't want to go on strike. 
I would rather work problems out in a different way." 
"The Stockton Record and their negative articles about SUSD, STA, and collective 
bargaining have caused a decrease in the public's image of teaching as a profession. The 
recent Chamber of Commerce conference further added to our poor image. One speaker, 
as reported by the Record, claimed Stockton could not attract new businesses because of 
the poor school system. He asked, "Who wants to send their child to garbage tech? I'm 
unaware of highly qualified teachers leaving the profession, but I am sure many, who 
would be excellent teachers, are not going into the profession because of the low esteem 















"Some of these concerns depend strongly on the philosophy ofthe school site 
administrator." 
"Depends on how !lad. they are (right to strike) I Needs vary tremendously 
(common state master contract)!" 
"I have taught less than a year in my career so I don't feel qualified to answer a 
majority of these questions." 
"I would like to see a state wide salary/fringe package with raises based on the 
COLA given by the state. This would eliminate bargaining hassles which split teacher-
administration-board cooperation:" 
"I taught in Oregon for 7 years. They had an impasse procedure that provided 
compulsory results, either side could declare impasse at any time. The teachers picked a 
person, the school board picked a person, a third person was chosen that was acceptable 
to both sides. The decision of those three people was binding on both sides. This was 
seldom invoked because neither side wanted to turn loose of the decision-making power, I 
would like to see this in California." 
"Every teacher I know loves helping and working with the students. When 
working conditions begin to effect (sic) your desire to teach the quality and original 
"spark" that got us started slowly dies. The students lose, the teachers lose. Unlike five 
years ago, I often regret my choice in career, I'd like to change that." 
"Lodi Unified has a new "Super." as of June 1987. A lot of undecided and 
uneasiment among teachers as to administration wants, academic directions and at the 
bargaining table a lot of frustration." 
"If one chooses not to join a union, said person should not be included in any 
contract for salary or benefits. Teacher evaluations and dismissals are available. The 
problem is lack of administrative will to follow procedures and have district support in 
















''I have taught 4 years elsewhere so this is my first year in my present -school 
district. Since I am a probationary teacher I have been advised to keep a low profile 
where the union is concerned. Therefore, I have not been an active member." 
"State-wide compulsory unionism." 
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"My many "uncertain" answers reflect my disillusion with current working 
conditions in the schools. I tend to feel, however, that one reason conditions .am. so bad is 
that unions are not strong enough, or that union funds are not effectively channeled into 








Chi-Square for Gender and Grade Level Taught 
l 
Gender Grade L.ellel Iaucbl 
Dependent Variable >(2. p >(2. p 
i BECAUSE OF COLLECTIVE 
J BARGAINING: 
I site administrators' decision-making 
! authority has been reduced. 1.39 .50 1.1 3 .89 
" 
l instruction has improved. 0.59 .75 1.05 .90 
j 
j a more organized way of conducting 
l · employer-employee relations exists. 0.09 .95 2.88 .58 
I 
Cl 
1 my classroom work environment has 
l improved. 1 .81 .40 1.34 .89 
l the overall working conditions in my district have improved. 0.59 .74 0.97 .91 
teacher salaries are higher. 2.52 .28 2.11 .71 
teacher unions are more effective in 
defending teachers in disciplinary 
proceedings. 3.27 .19 8.63 .07 
average class size is smaller. 6.29 .04 6.36 .17 
-~ I view my profession more positively. 2.40 .30 1 .80 .77 
=j the public's image of teachers has 
improved. 0.04 .98 0.56 .98 
J 
California's schools are better. 1.74 .42 2.49 .65 
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TABLE E~1 (Continued} 
Gender ~cace ~e~el Iaugb! 
Dependent Variable >(2 p >(2 p 
1 
BECAUSE OF COLLECTIVE 
BARGAINING: 
i teacher morale is better. 1.92 .38 3.62 .46 
l teachers participate more in district level decisions. 0.45 .80 2.00 .74 
it is more difficult to discipline 
teachers. 0.74 .70 7.81 .10 
1 
there is a more adversarial relationship 
between teachers and administrators. 0.47 .79 4.27 .37 
j 
1 the best qualified teachers are leaving 
i the profession. 1.54 .46 4.51 .34 
~ seniority determines order of layoff. 0.04 .98 2.68 .61 
l administrators are forced to take 
j positions which are not always their own. 1.12 .57 1.97 .74 
- ~ 
there is a written agreement which _j 
l makes me feel more secure when dealing with my administrator. 2.78 .25 3.50 .48 
] there are more opportunities for 
I teachers to participate in professional 
I 
j 
growth activities. 5.97 .05 9.64 .05 
unions have a responsibility to represent 
teachers fairly. 1.74 .41 2.52 .64 
-j 
j 
teacher evaluation procedures are more 
effective in improving instruction. 5.28 .07 3.91 .41 
teachers are better informed about 
-~ 
j 
school issues. 1.04 .59 2.08 .72 
individual teacher concerns are more 
efficiently resolved because of clearly 
--l 






TABLE E-1 (Continued) 
Gender ~radfll.fl~fll Iaucbl 
Dependent Variable x2 p )<.-2 p 
BECAUSE OF COLLECTIVE 
BARGAINING: 
teachers are more involved in decisions 
at their own school. 1. 71 .42 3.56 .47 
school-community relations are better. 0.60 .74 2.98 .56 
the public views teachers as more 
professional. 1.87 .39 3.50 .47 
teachers are more involved in board 
elections. 4.90 .09 7.24 .12 
~ 
fringe benefits have increased more rapidly. 2.44 .29 3.46 .48 
TEACHERS SHOULD: 
' ~ have the legal right to strike if ~ 
I necessary to make economic gains. 7.99 .02 6.87 .14 
have the legal right to strike If 
J 
necessary to improve working 
conditions. 2.74 .25 1. 81 .77 
l bargain collectively with state representatives for a common state 
master contract for all negotiable issues. 1.63 .44 3.90 .42 
bargain collectively with state 
representatives for a common state 
salary schedule only. 3.04 .22 5.72 .22 
be required to join a teachers' union 





















Chi-Square for Number of Years Taught and 
Current Level of Association Involvement 
Dependent Variable 
BECAUSE OF COLLECTIVE 
BARGAINING: 
site administrators' decision-making 
authority has been reduced. 
instruction has improved. 
a more organized way of conducting 
employer-employee relations exists. 
my classroom work environment has 
improved. 
the overall working conditions in my 
district have improved. 
-teacher salaries are higher. 
teacher unions are more effective in 
defending teachers in disciplinary 
proceedings. 
average class size is smaller. 
I view my profession more positively. 
the public's image of teachers has 
improved. 
California's schools are better. 
teacher morale is better. 
teachers participate more in district 
level decisions. 
it is more difficult to discipline 
teachers. 
Number of Years 
Taught 
>(2. p 


























11 .64 .17 
10.32 .24 





TABLE E-2 (Continued) 
Number of Years Assocjatjon 
Taught Involvement 
Dependent Variable >(2 p >(2 p 
BECAUSE OF COLLECTIVE 
BARGAINING: 
' 
I there is a more adversarial relationship between teachers and administrators. 16.10 .04 6.44 .60 
l 
the best qualified teachers are leaving 
the profession. 7.90 .44 12.81 .19 
seniority determines order of layoff. 7.16 .52 16.26 .04 
administrators are forced to take 
1 positions which are not always 
l their own. 5.87 .66 9.16 .33 
:] 
there is a written agreement which l makes me feel more secure when 
j dealing with my administrator. 3.51 .90 7.52 .48 
l there are more opportunities for 
teachers to participate in professional 
growth activities. 12.38 .13 5.70 .68 
1 -
l unions have a responsibility to represent 
~ 
l teachers fairly. 8.04 .43 4.03 .85 
l teacher evaluation procedures are more effective in improving instruction. 13.65 .09 4.89 .79 
I 
'i 
l teachers are better informed about school issues. 4.21 .84 8.27 .41 
I individual teacher concerns are more 
efficiently resolved because of clearly 
established procedures. 3.20 .92 8.90 .35 
teachers are more involved in decisions 
at their own school. 7.87 .44 7.61 .47 
.. ~ 
9 
school-community relations are better. 12.54 .13 8.44 .39 
the public views teachers as more 





TABLE E·2 (Continued) 
Number of Years 6SSQQialiQD 
Taught liJl!Qil!erneol 
Dependent Variable >(2. p >(2. p 
BECAUSE OF COLLECTIVE 
BARGAINING: 
teachers are more involved in board 
elections. 8.55 .38 14.33 .07 
fringe benefits have increased more rapidly. 4.81 .78 9.42 .31 
TEACHERS SHOULD: 
have the legal right to strike if 
·necessary to make economic gains. 8.77 .36 15.65 .05 
have the legal right to strike if 
necessary to improve working 
conditions. 3.98 .86 14.41 .07 
bargain collectively with state 
representatives for a common state 
master contract for all negotiable issues. 9.27 .32 11.32 .18 
bargain collectively with state 
representatives for a common state 
salary schedule only. 5.52 .70 6. 78 .56 9 
be required to join a teachers' union 
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